Abusive supervision, public service motivation, and employee deviance:
Introduction
Workplace deviance has detrimental effects on organisational performance, which makes it worth studying for scholars of organisational behaviour and human resource management (Aquino et al., 1999; Robinson and Bennett, 1995) . Deviant workplace behaviour purposefully violates organisational norms and is intended to harm an organisation, its members, or both (Spector and Fox, 2005) . A number of disparate acts fall into this category, such as theft, destruction of property, misuse of information, time and resources, unsafe behaviour, poor attendance and work quality, use of drugs and alcohol, and inappropriate verbal and physical actions (Gruys and Sackett, 2003) . It is clear from these examples that human resource managers have a vital interest to hinder employees from displaying such behaviours because they run counter to the goals and interests of the organisation (Sackett and DeVore, 2002) .
While the negative consequences of employee deviance for the individual, group and organisation are well-established in the literature, less is known about the antecedents of these behaviours. A better understanding of these determinants permits organisations to prevent or to reduce undesired behaviours at the workplace. In particular, interpersonal factors, such as 4 strumental in addressing the needs and values of employees with high levels of PSM, which reduces behaviour directed against the organisation and its members. On the contrary, members of private organisations show more engagement in deviant behaviours the stronger they are public service motivated because they experience lower levels of need satisfaction and value congruence. This finding has important implications for the attraction and selection of personnel in different sectors of employment.
The paper proceeds as follows: The second section reviews the literature on abusive supervision and PSM in order to derive hypotheses with regard to employee deviance. This is followed by the third section explaining the variables, measures, and analyses of our empirical study. We conducted a survey among employees with 150 respondents from the public, private, and non-profit sector in Germany and the USA. The fourth section presents the results, which are discussed in section five. The final section concludes the paper.
Literature review and hypotheses

Abusive supervision and employee deviance
While much of leadership research has long focused on constructive aspects of leadership, often associated with an overly heroic image of successful leaders, recent scholarship has paid growing attention to misbehaviours of bad leaders and their harmful effects on subordinates and organisations (Schyns and Schilling, 2013) . Among the several concepts that shed light on "the dark side of leadership" (Conger, 1990 ) is "abusive supervision" (Tepper, 2000) .
Abusive supervision is defined as "subordinates' perception of the extent to which supervisors engage in the sustained display of hostile verbal and nonverbal behaviors, excluding physical contact" (Tepper, 2000, p. 178) . For example, these forms of abuse can be angry outbursts, use of derogatory names, intimidation and humiliation of subordinates, invading privacy or withholding important information. Abusive supervision differs from similar concepts such as "petty tyranny" (Ashforth, 1997), "supervisor aggression" (Schat et al., 2006) and "workplace bullying" (Hoel and Cooper, 2001) in that it only includes nonphysical hostility. Furthermore, it is worth noting that abusive supervision in the above sense is a perception by subordinates.
The extent to which subordinates attribute abusive behaviours to leaders is contingent on subjective factors, such as personal characteristics and demographic background, as well as on situational factors (Martinenko et al., 2013; Tepper, 2007) . However, in spite of the perceptual nature of abusive supervision, it is not an ephemeral impression but rather has an enduring quality and continues until the leadership relationship is terminated or the supervisor modifies his or her behaviour (Tepper, 2000) .
Previous research has established various harmful effects of destructive leadership in general (Schyns and Schilling, 2013) and of abusive supervision more specifically (Martinenko et al., 2013) . Negative outcomes of abusive supervision on the part of subordinates include perceptions of injustice, aggression at the workplace, psychological distress, citizenship withdrawal, decline in performance, dissatisfaction with the job and higher levels of turnover, to name but a few (Martinenko et al., 2013) . Previous studies have also provided some evidence that subordinates respond to perceptions of abusive supervision with deviant behaviours (e.g. Avey et al., 2015; Detert et al., 2007; Mackey et al., 2015; Mitchell and Ambrose, 2007; Tepper et al., 2009 ). This association is obvious for deviant behaviours that are directed against the source of harm (i.e. the supervisor) since reciprocity is a fundamental principle and driving factor of social exchange (Göbel et al., 2013) . From this perspective, supervisor-directed counterproductivity in response to abusive supervision is an instance of negative reciprocity, i.e. retaliatory behaviours in return for negative treatment (Burton and Hoobler, 2011; Liu et al., 2010; Mitchell and Ambrose, 2007; Wei and Si, 2013) .
Deviant workplace behaviours by employees, however, vary in terms of their target and are not only directed towards individuals but also against the organisation. This may also be a reaction to abusive supervision. According to reactance theory (Brehm and Brehm, 1981) , individuals strive to regain personal control when they face external limitations to their 6 autonomy. Previous research suggests that employees who are under abusive supervision experience a loss of control and thus engage in behaviours that are intended to restore control and foster autonomy (Mitchell and Ambrose, 2007; Zellars et al., 2002) . Since victims of abusive supervision are in a power-dependence relationship with their supervisor, they often do not feel empowered to take revenge on the supervisor directly, although norms of negative reciprocity provide a strong motivation to do so (Tepper et al., 2009) .
In order to protect themselves from even further retaliation by the supervisor, abused subordinates turn towards the organisation as a more readily available and safer target because such deviant behaviours are less likely to be detected. Deviant behaviours are also less likely to be punished compared to open interpersonal aggression towards the supervisor (Lian et al., 2014; Mitchell and Ambrose, 2007) . This may also rebalance perceptions of injustice (Burton and Hoobler, 2011; Tepper, 2000; 2007) , serve as a valve for frustration (Avey et al., 2015; Martinenko et al., 2013) and maintain self-esteem (Wang and Jiang, 2014) . We therefore arrive at our first hypothesis:
H1:
Perceptions of leaders' abusive supervision will be positively related to subordinates' deviant workplace behaviours. Hence we posit that extreme levels of PSM are likely to be associated with guerrilla behaviours driven by altruism which still serve to protect the organisation. In that sense we argue that PSM helps to sort out the "ethical" from the "unethical" guerrilla public servant which supports our earlier argument about PSM protecting organisations from (self-) destructive behaviours.
Additionally, the literature on extra-role behaviours such as OCBs and workplace deviance needs to be considered. For example, consistent with earlier work Lee and Allen (2002) argue that expressive workplace deviance, i.e. a form of deviance triggered by the need to express emotions linked to frustration, may result in abusive behaviour oriented towards co-workers. Extending these ideas further, Dineen, Lewicki and Tomlinson (2006) show that behavioural integrity of the supervisor is negatively related to workplace deviance. Since PSM goes along with a strong consideration for the needs of others such as co-workers and subordinates we argue that employees characterized by higher PSM levels are unlikely to display deviant workplace behaviours because these would harm the organization including coworkers and subordinates. Thus we hypothesise:
H2:
Public service motivation will be negatively related to deviant workplace behaviours.
Public service motivation, deviant work behaviour, and employment sector
PSM may also have different behavioural implications depending on the sector of employment, and we expect this to be particularly true with regard to employee deviance. Research and theory on person-organisation (P-O) fit suggest that "the compatibility between people and the organizations in which they work" (Kristof, 1996, p.1) is an important driver of behaviour in organisations (Kristof-Brown et al., 2005) . Arguably, P-O fit is higher when employees with high levels of PSM work in the public or non-profit sector, as opposed to employment in the private sector. Thus, highly public service motivated individuals may selfselect into public and non-profit sector employment because these organisations "are more likely to provide the opportunity to satisfy public service motivational needs and thus will attract individuals who are so inclined" (Houston, 2011, p.764) . In other words, public and non-profit organisations meet the needs of public service motivated employees better than private organisations because organisational goals and values are to a larger extent congruent with those of the individual. Clearly, the goal to serve the public interest and to contribute to the common good is both a component of PSM and the core mission of public organisations.
Furthermore, employees with high levels of PSM are likely to hold public values that are also embedded in policies and cultures of public organisations, such as altruism, social cohesion, accountability, and neutrality (Jørgensen and Bozeman, 2007) . Although non-profit organizations pursue the public interest in a more narrow sense and often serve very specific purposes, their mission is also aligned with public values and address attitudes beyond self-interest and organizational interest.
Although PSM is rooted in public institutions and organisations (Perry and Wise, 1990) , employees in any sector of employment may have this universal disposition, though to varying degrees. For example, Andersen and Serritzlew (2012), in a study on patient selection with a sample of Danish physiotherapist, show that the CPI dimension of PSM is relevant to employees not only in the public but also in the private sector. Despite this finding, the sector of employment is likely to have influence both on the relative strength of PSM and on its behavioural implications. Regarding the strength of PSM in different sectors of employment, selection and socialisation effects may occur. Of interest in this context is work by Kjeldsen and Jacobsen (2013). In a longitudinal study, they monitor students moving to private and public sector employment, starting off with identical PSM levels. While they find a "reality shock" effect on PSM in both groups, public sector employment limits the decline due to its capacity to nurture public service related needs.
However, the evidence with respect to sector attraction is inconclusive. On the one hand, a number of studies fail to find an association between PSM and job preferences for the public sector (Christensen and Wright, 2011; Lewis and Frank, 2002; Tschirhart et al., 2008; Wright and Christensen, 2010) although the institutional setting of the public and non-profit sector tends to have more features that stimulate and socialise individuals into PSM (Perry, 1997; 2014; Vandenabeele, 2011 Verquer et al. 2003) . In turn, the more employees are committed to their organisation, the less likely they engage in behaviour that runs counter to organisational goals and values. We conclude from these pieces of evidence that sector differences affect the way PSM relates to deviant workplace behaviours. Thus, we suggest that the employment sector acts as a moderator in this relationship:
The employment sector will moderate the relationship between public service motivation and deviant workplace behaviours, such that the relationship will be stronger (a) in the public and (b) in the non-profit sector.
Data and method
Data collection and study sample
To test our hypotheses, we conducted an online survey over a three-month period from February to April 2014. The questionnaire was provided in both German and English. In order to arrive at a German equivalent, bilingual speakers translated and back-translated the original English items (Brislin, 1970) . A link to the survey was distributed among the subscribers of a university newsletter and posted on the institutional facebook account of the same university as well as on the private account of an involved researcher. As compared to mere student samples, our sampling approach has the advantage of covering respondents who have consid-erably more working experience and thus provide a more comprehensive and realistic picture.
Nevertheless, as with all convenient sampling approaches, our sample cannot claim representativeness. We will come back to this issue in the limitations section.
The sample characteristics are displayed in Table 1 . In total, 150 participants completed the questionnaire, out of which 64 (43%) respondents reported to be female, while 86 (57%) respondents reported to be male. As for the age distribution, 120 (80%) respondents were 40 years of age or less, while only 30 (20%) were older. This age distribution is most likely explained by the method of distribution since users of social media tend to be young. 96 respondents (64%) completed the German version of the survey, while 54 respondents (36%) completed the survey in English. For all multi-item constructs in our questionnaire, we conducted t-tests for mean differences between the German and English subsample and found no such differences at a significance level of 5%. This should dispel concerns for issues of translation. Out of all respondents, 93 (62%) participants indicated to work under a male supervisor, while 57 (38%) indicated working under female supervision. In addition, we asked respondents for how long they had been working under their current supervisor. 66 (44%) reported that they had been working under their current supervisor for one year or less, and 84 (56%) reported that they had been working under their current supervisor for a longer period of time. As for organisational affiliation, 66 (44%) participants indicated to be member of a public organisation, 65 (43%) reported to work in a non-profit organisation, and 19 (13%) asserted membership in a private organisation. The size of these organisations in terms of employees varied considerably: 26 (17%) participants reported working in a small organisation with less than 10 employees, 30 (20%) were members of an organisation with 10 to 49 employees, 34 (23%) indicated membership in an organisation with 50 to 249 employees, and 60 (40%) worked in an even larger organisation. organisational affiliation, we considered both the sector of employment (i.e. public, private or non-profit) and the size of the organisation in terms of employees. Controls with regard to leadership were the gender of the supervisor and the duration of the leadership relation.
Descriptive statistics and bivariate correlations of all study measures are provided in Table 2 . The survey instrument for the multiple-item measures is presented in the Appendix. Hypothesis 2 stipulates a negative association between PSM and deviant behaviours.
*** Please insert
We find this effect for the global PSM measure in Model I (b=-0.371, p<.01,***). The effect reverses and is significant only at a lower level when we add the moderating effect in Model III (b=0.560, p<.1, *) . Regarding the subdimensions of PSM, we find the predicted effects for self-sacrifice (b=-0.164, p<.1,*) and attraction to policy making (b=-0.199, p<.05,**) . This provides partial support for hypothesis 2.
To assess hypothesis 3, Model III adds the interaction between PSM and employment sector to the estimation using the private sector as reference category. Results show that the negative association of PSM and employee deviance is stronger in the public sector (b=-0.738, p<.01,***) and also holds in the non-profit sector (b=-0.595, p<.05,**) but is less pronounced there. Figure 1 displays the simple slopes of the variables included in the moderation analysis. Thus, considered jointly, these results provide strong support for hypothesis 3.
As for the control variables, we find a consistent effect of employees' gender on deviant behaviours. Men tend to deviate more from organisational norms and rules than women.
Furthermore, employees who are in a shorter leadership relationship with their supervisors (i.e. less than or equal to one year) deviate more than those in a longer leadership relationship. Table 3 The results of this study highlight the downsides of inappropriate leadership and establish PSM as a counterbalance to the negative behavioural implications of such leadership. In addition, our moderation hypothesis provides evidence for stronger effects of PSM in public and non-profit sector settings.
Regarding the enhancing effect of abusive supervision on employee deviance, our results confirm previous findings in the literature (Martinenko et al., 2013; Schyns and Schilling, 2013) . Since abusive supervision is itself a type of deviance because it purposefully disregards organisational norms and causes harm to employees, the findings establish a cascading effect such that deviant behaviours trickle down the organisational hierarchy. This highlights the crucial role of supervisory behaviours for the overall pursuit of goals and adherence to rules in organisations. Accordingly, when employee deviance is to be prevented, both the selection and training of supervisors should aim to avoid or to reduce abusive behaviours.
However, previous studies (including ours) have examined the relationship between abusive supervision and employee deviance almost exclusively as a downward process in the organisational hierarchy that flows from supervisors to subordinates. Only recently, researchers have acknowledged the reciprocal nature of this relationship and have shown that abusive supervision might also be a response to deviant behaviours of subordinates (Lian et al., 2014) . Future research should examine this reverse process in greater depth.
Deviant behaviours are not only a matter of interpersonal relationships in organisations, but also a question of employees' individual dispositions. While some previous studies have investigated the influence of personality traits such as the Big Five on deviant behaviours (Bolton et al., 2010; Mount et al., 2006; Salgado, 2002) , this study is the first to introduce PSM to this field of research. The negative impact of PSM suggests that recruiters are well advised to consider the extent to which applicants are public service motivated as this will have an impact on deviant behaviours of employees. However, the negative effect of PSM on employee deviance only holds for employment in the public and non-profit sector, where the P-O fit of public service motivated employees is presumably higher than in the private sector.
A particularly interesting finding of our study is that this negative effect reverses when individuals are employed in the private sector (Figure 1 ). In this case, deviant behaviours increase with the level of PSM. We assume that public service motivated people share the goals and values of profit-oriented organisations to a lower degree, which decreases organisational identification and commitment and, in turn, increases deviant work behaviours. This result is remarkable because it shows that, somewhat paradoxically, a pro-social motivation (such as PSM) can lead to anti-social behaviour (such as employee deviance) when people are at the wrong workplace. Social identity (Tajfel & Turner, 1986 ) and self-discrepancy theory (Higgins, 1987) suggest that the dynamics of this relationship are triggered by a threat to an employee's desired identity. In the case of a public-service motivated employee, membership in a profit-seeking organization may create a perceived gap to the desired identity as someone who contributes to the common interest. A threatened or damaged identity leaves the employee frustrated and in turn facilitates deviance from organizational norms (Lawrence & Robinson, 2007) . Employee deviance, then, is revengeful behaviour that aims to recover one's social identity. This effect has been established for workplace stressors such as financial and social working conditions as well as organizational power and control (Lawrence & Robinson, 2007; Robinson & Bennett, 1997) . The results of our study suggest that the mission of an organization can create frustration that is expressed in workplace deviance, too.
We cannot conclude from our findings that human resource managers in the private sector should avoid recruiting and selecting applicants who are strongly public service motivated, since PSM has been shown to be slightly beneficial for performance (Warren and Chen, 2013) . However, private organizations can provide opportunities for constructive responses of public-service motivated members (Lawrence & Robinson, 2007) , for example by giving these employees the opportunity to spend some hours of work for community services.
Moreover, the P-O fit cannot only be increased by selection and socialisation on the part of the people, but also by fitting the organisation to the people. To address the needs of employees with high levels of PSM, and thus to capitalise on their desire for contributing to society, PSM-aligned goals and values could be more emphasised even in profit-seeking organisations. This gives another justification for practices of corporate social responsibility (CSR), which we expect to reduce deviant behaviours by those members of private organisations who are strongly public service motivated.
In spite of these findings, we acknowledge several limitations to our study. First, our study builds on a convenience sample in a cross-sectional research design. This limits both the representativeness of the results and the opportunities to make causal claims. Future research could strive for validation of our results with larger datasets and in longitudinal designs. Second, a potential problem in cross-sectional datasets is common method bias (CMB). The latter arises when dependent and independent variables are measured simultaneously with the same instrument, which might lead to inflated variances. In order to mitigate this potential bias, we have considered it at the design stage of the survey following guidelines provided by Podsakoff et al. (2003; and Conway and Lance (2010) . For example, we separated the abusive leadership questions from the PSM items and inserted demographic questions and control variables in-between. We further used various scales. Since it was an online administered survey, we had the option to randomise all items, which we did. We also relied on well-validated and reliable scales for all constructs, which also mitigates CMB to some extent. In addition, Siemsen et al. (2012, p. 472) analytically prove that "common method bias can be effectively controlled by including other independent variables, which exhibit small bivariate correlations (≤.30) among each other and whose measures suffer from CMV." This is the case in our set of variables. Thus, considering the preventive measures applied at the design stage and the heuristics suggested by Siemsen et al. (2010) , we have no reason to believe that CMB negatively affects the conclusions of our work. Third, the results pertaining to the subdimensions of PSM presented in Model II should be taken with caution. Since we decided to use a global measure of PSM to analyse the main relations of interest in this study, the number of items per PSM dimension is low. Thus, these estimations should be considered as an additional robustness check only because short measures have been criticised for low validity and reliability.
Conclusions
Research on personnel selection has for a long time focussed on the identification of candidates who are likely to engage in desirable work behaviours. This study contributes to a more recent stream of research that pays increasing attention to undesirable, deviant behaviours at the workplace with detrimental effects on organisational performance. The results show that these behaviours are to be prevented on the part of both supervisors and subordinates. PSM may help to prevent the negative side effects of deviant behaviours, but this only holds for employees in the public and non-profit sector. In profit-seeking organisations, PSM is even positively related to deviant behaviours. This highlights the paramount importance of P-O fit in the selection and socialisation of personnel. 
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